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UNITED STATES DISTRICT COURT 
SOUTHERN DISTRICT OF FLORIDA 
CASE NO. 02-22912-CIV-LENARD/SIMONTON 
UNITED STATES EQUAL 
EMPLOYMENT OPPORTUNITY 
COMMISSION, 
Plaintiff, 
and 
XIOMARA GUERRERO, et al, 
Intervenor PI 
v. 
AIRGUIDE CORPORATION, et al, 
Defendants. 
/ 
JUAN SANCHEZ, 
Plaintiff, 
v. 
AIRGUIDE CORPORATION, et al, 
Defendants. 
/ 
CONSENT DECREE 
1. This Consent Decree (the "Decree") is made and entered into by and between 
Plaintiff, the Equal Employment Opportunity Commission (hereinafter referred to as the 
"Commission" or "EEOC"), Plaintiff-Intervenors Jorge Fiol ("Mr. Fiol"), Ernesto Hedman ("Mr. 
Hedman"), Juan Carlos Suarez ("Mr. Suarez"), Hilario Pineda ("Mr. Pineda"), Xiomara Guerrero 
("Ms. Guerrero"), Maribel Suarez ("Ms. Suarez"), Ofelia Rodriguez ("Ms. Rodriguez") 
laintiffs, 
FILED by_ 3_D J 
JUN 1« 20M 
CLARENCE MADDOX 
CLERK U.S. DIST. CT. 
S .» . OF FLA. • MIAMI 
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(collectively "Plaintiff-Intervenors") and Defendants, Airguide Corporation ("Airguide") and 
Pioneer Metals, Inc. ("PMI") (hereinafter collectively "Airguide/PMI" or "Defendants"). The 
Commission, Plaintiff-Intervenors, and Defendants are collectively referred to herein as "the 
Parties." 
2. On September 30, 2002, EEOC initiated this action by filing its Complaint in the 
United States District Court for the Southern District of Florida, Miami Division, Civil Action 
No. 02-22912-CrV, based upon charges filed by Jorge Fiol (Charge No. 150 A2 00251); Ernesto 
Hedman (Charge No. 150 A2 00303); Juan Carlos Suarez (Charge No. 150 Al 0766); Hilario 
Pineda (Charge No. 150 Al 3038); Xiomara Guerrero (Charge Nos. 150 Al 1599 and 150 Al 
1044) Maribel Suarez (Charge No. 150 Al 1045); and Ofelia Rodriguez (Charge No. 150 Al 
1046)(collectively the "Charges"). EEOC's Complaint alleges that Defendants violated Title VU 
of the Civil Rights Act of 1964, as amended, including but not limited to, amendments 
authorized by the Civil Rights Act of 1991, 42 U.S.C. Section 2000e et seq. ("Title VU") by 
subjecting Ms. Guerrero, Ms. Suarez and Ms. Rodriguez to unlawful sexual harassment at their 
place of business in Miami, Florida. EEOC's Complaint further alleges that Mr. Fiol, Mr. 
Hedman, Mr. Suarez, Mr. Pineda, Ms. Guerrero, and Ms. Suarez, were retaliated against by 
Defendants for engaging in protected activity. Specifically, the Complaint alleges Defendants 
retaliated against these individuals after they complained to management about what they 
reasonably believed to be unlawful employment practices; participated in the EEOC's 
investigation; and/or filed a charge with the Commission by subjecting them to discipline, 
suspension, discharge and/or constructive discharge. Subsequent to EEOC filing its Complaint 
2 
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in this action, Plaintiff-Intervenors filed a motion to intervene, which was granted by the Court 
on February 6, 2003. Plaintiff-Intervenors' Complaint alleges the same Title VII violations as 
Plaintiff EEOC's Complaint as well as violations of the Florida Civil Rights Act of 1992 
("FCRA"). 
3. In the interests of resolving this matter, to avoid the costs of litigation, and as a 
result of having engaged in comprehensive settlement negotiations, the Parties have agreed that 
this action should be finally resolved by entry of this Decree. This Decree is final and binding 
upon the Parties, their successors and assigns. 
4. The Parties agree that this Decree resolves all claims alleged against the 
Defendants, and others against which the claims alleged could have been made, in EEOC Charge 
Numbers: 150 A2 00251 and 150 Al 0708 (Mr. Fiol); 150 A2 00303 and 150 Al 0703 (Mr. 
Hedman);150 Al 0766 (Mr. Suarez); 150 Al 3038 (Mr. Pineda); 150 Al 1599 and 150 Al 1044 
(Ms. Guerrero); 150 Al 1045 (Ms. Suarez); and 150 Al 1046 and 150 A2 03333 (Ms. 
Rodriguez), and the Complaints filed in this action, and constitutes a complete resolution of all 
claims that were or could have been made by the Commission and/or Plaintiff-Intervenors in this 
action against Defendants and any others against which such claims could have been brought. 
5. This Decree will be effective as to the Plaintiff-Intervenors to fully and finally 
resolve all the claims referenced in paragraph 4, herein, without their individual signatures based 
on the execution of this Decree by their counsel representing her certification as to the agreement 
of each of the Intervenor-Plaintiffs. 
3 
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6. Nothing in this Decree or the agreements represented by this Decree shall be 
construed as or deemed to be an admission or concession by or on the part of any of the 
Defendants of any liability or wrongdoing whatsoever in connection with the claims in the 
underlying civil action, or in any other litigation matter, and the Defendants expressly deny and 
disclaim any such liability or wrongdoing 
7. NOW, THEREFORE, the Court having carefully examined the terms and 
provisions of this Decree, and based on the pleadings filed by the parties, it is ORDERED, 
ADJUDGED AND DECREED THAT: 
JURISDICTION 
8. This Court has jurisdiction of the subject matter of this action and over the Parties 
for the purposes of entering and enforcing this Decree. 
9. No party shall contest the jurisdiction of this federal court to enforce this Decree 
and its terms or the right of the EEOC to seek enforcement in the event Defendants breach any of 
the terms of this Decree. 
GENERAL PROVISIONS 
10. Airguide/PMI, their officers, and employees, agree to not engage in conduct 
which violates Title VII of the Civil Rights Act of 1964, as amended, by adversely affecting the 
terms and conditions of any individual's employment by subjecting an individual to sexual 
harassment. Provided, however: 
(A) Only the Commission shall have authority to seek the judicial enforcement of this 
provision of the Decree; and 
4 
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(B) Only as to alleged acts of sexual harassment the notice of which is served on 
Defendants under paragraph 24(A) below within the time established by Section 706(a)(1) of 
Title VII, 42 U.S.C. § 2000e-5(e)(l), for the timely filing for a charge of discrimination under 
Title VH. 
11. Airguide/PMI, their officers, and employees, agree to not retaliate against any 
employee for filing a charge of discrimination with the EEOC alleging violation(s) of Federal 
anti-discrimination laws; who cooperates with the EEOC in the investigation and/or prosecution 
of any charge of discrimination; or who cooperated in the investigation or prosecution of this 
case. Provided, however: 
(A) Only the Commission shall have authority to seek the judicial enforcement of this 
provision of the Decree; and 
(B) Only as to alleged acts of retaliation the notice of which is served on Defendants 
under paragraph 24(A) below within the time established by Section 706(a)(1) of Title VII, 42 
U.S.C. § 2000e-5(e)(l), for the timely filing for a charge of discrimination under Title VII. 
SEXUAL HARASSMENT POLICY AND TRAINING 
12. PMI has established a written policy against sexual harassment and retaliation, 
which is attached as Exhibit A. PMI agrees that during the term of this Decree all of the 
employees and managers at the PMI locations throughout the state of Florida17 will be provided a 
complete copy of this policy against sexual harassment and retaliation within thirty (30) days of 
1/ For the purpose of this Consent Decree, PMI locations throughout the state of Florida shall be: Miami; 
Fort Lauderdale; West Palm Beach; Fort Myers; Orlando; Tampa; Melbourne; Tallahassee; Sarasota; 
Naples; Clearwater; Ocala; Daytona; New Port Richey; Panama City; Winter Haven; Kendall; Jacksonville; 
Fort Pierce. 
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the entry of this Decree. PMI also agrees that all new employees of PMI throughout the state of 
Florida shall be given a copy of this policy against sexual harassment and retaliation within their 
first week of employment with PMI. 
13. To further ensure the effective implementation of PMI's anti-harassment and 
retaliation policy, PMI will conduct a two (2) hour training for all of PMI's managers and 
supervisory personnel throughout the state of Florida on discrimination with specific emphasis 
on recognizing sexual harassment, on acts that could constitute retaliation, on the proper 
procedure to be followed if they become aware of sexual harassment in the workplace or if they 
receive complaints of retaliation, and on the proper retention of documents related to 
discrimination complaints. PMI agrees to provide the EEOC, at least two (2) weeks notice 
before it conducts the training session(s), with the date(s) and location(s) of the training, the 
identification of the training materials to be used at the training session, and a general description 
of the category of employees who will be in attendance at the training. The initial training will 
be conducted by Morgan Lewis Resources, or by another entity mutually agreed upon by PMI 
and the EEOC. Additionally, PMI agrees that the EEOC shall, at the EEOC's discretion, be in 
attendance at each training session(s) as observers. 
14. PMI agrees that the training described in paragraph 13 shall be conducted within 
six (6) months of the entry of this Decree, and thereafter one (1) hour training sessions shall be 
implemented annually during the term of this Decree. PMI further agrees that the discrimination 
policy and training materials utilized for the training described in paragraph 13 shall be presented 
to and explained to all new PMI managers and supervisors throughout Florida who did not attend 
6 
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the annual training, within thirty (30) days of being placed in a management or supervisory 
position. This annual training shall be conducted by the entity conducting the initial training, or 
by another individual or entity with expertise in conducting training on workplace anti-
discrimination laws. 
15. PMI agrees that the President of PMI will personally meet with Santiago 
Zamudio, PMI's Human Resource Manager, to counsel him on the importance of adhering to 
federal anti-discrimination laws as well as the company's written policies against harassment and 
retaliation. PMI further agrees that Mr. Zamudio will take a one-half day training within ninety 
(90) days of the Court's entry of this Decree on complying with federal anti-discrimination laws 
enforced by the EEOC. Notations shall be entered in Mr. Zamudio's personnel file 
substantiating PMI's President's meeting with Mr. Zamudio as well as Mr. Zamudio's attendance 
at the anti-discrimination training. 
EXPUNGEMENT OF ENTRIES FROM PERSONNEL RECORDS 
16. Airguide/PMI agree to remove from their records and files (and specifically from 
the personnel files) of Mr. Fiol, Mr. Hedman, Mr. Suarez, Mr. Pineda, Ms. Guerrero, Ms. Suarez, 
and Ms. Rodriguez unsatisfactory personnel entries, including disciplinary warnings and 
termination reports, within twenty-one (21) days of the entry of this Decree. Airguide/PMI also 
agree to provide neutral letters of references for Mr. Fiol, Mr. Hedman, Mr. Suarez, Mr. Pineda, 
Ms. Guerrero, Ms. Suarez, and Ms. Rodriguez as set forth in Exhibit C. Airguide/PMI further 
agree that in response to future inquiries made or referred to its employee relations department by 
prospective employers of Mr. Fiol, Mr. Hedman, Mr. Suarez, Mr. Pineda, Ms. Guerrero, Ms. 
7 
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Suarez, and Ms. Rodriguez, they will explain that consistent with Airguide/PMI policies they 
may only provide the dates of their employment with Airguide, position(s) held and confirm 
wage/salary information. 
POSTING 
17. PMI will post a laminated 8-1/2x11 copy of the Notice, attached as Exhibit B, no 
later than thirty (30) days of the entry of this Decree. Said notice shall be posted at all of PMI's 
facilities throughout the State of Florida for the duration of this Decree in a conspicuous location 
accessible to all employees such as an employee bulletin board and/or break/lunch room. 
MONITORING 
18. PMI will retain all employment and/or investigative records relating in any way to 
any complaint or allegation of harassment and/or retaliation by Florida employees for the 
duration of this Decree and as required under federal law. 
19. Airguide/PMI will certify to the EEOC annually throughout the duration of this 
Decree that they are in compliance with all aspects of this Decree. The first such certification 
will be due no later than thirty (30) days from completion of the training set forth in paragraph 
13, or February 1, 2005, which ever is later. Thereafter, each certification shall be submitted 
annually by January 10th throughout the duration of the Decree. A fourth and final certification 
will be due thirty (30) days prior to the expiration of this Decree. With each certification 
Airguide/PMI will provide the EEOC with the last known name, address, and phone number of 
any PMI employee who alleges to her/his Department Manager/Superintendent, Department Vice 
President, the Human Resources Manager or hotline they have been sexually harassed or 
retaliated against for activity protected under Title VII while working for PMI during the 
8 
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preceding twelve month period. Airguide/PMI will also state the actions taken in response to 
each such allegation and provide any and all documentation associated with such complaint. 
MONETARY RELIEF 
20. Defendants agree to pay a total amount of $1,000,000.00 to resolve this litigation 
with the EEOC and Plaintiff-Intervenors. The monies shall be distributed as set forth in Exhibit 
D. 
21. All payments set forth in Exhibit D attached hereto shall be mailed within forty-
five (45) calendar days from the execution of this Decree. Airguide/PMI agree to simultaneously 
provide the EEOC with a copy of the payments by forwarding same to the attention of Carla Von 
Greiff, EEOC Senior Trial Attorney, at the Tampa Area Office of the EEOC, 501 East Polk 
Street, Suite 1000, Tampa, Florida, 33602. 
22. If Airguide/PMI fail to tender the above-mentioned payments within the period set 
forth in paragraph 21, Defendants shall pay interest on the defaulted payment at the rate 
calculated pursuant to 26 U.S.C. Section 6621(b) until the same is paid. 
ENFORCEMENT OF DECREE 
23. The Commission shall have independent authority to seek the judicial 
enforcement of any aspect, term or provision of this Decree. 
24. Should a dispute of any nature whatsoever arise concerning the compliance by 
any entity with the terms of this Decree, or concerning the interpretation, applicability or 
coverage of this Decree, such dispute shall be resolved exclusively and mandatorily in the 
following manner: 
9 
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(A) The party, person or entity asserting the claimed violation or raising the question 
of interpretation or applicability shall serve written notice of such assertion promptly, but in no 
event later than thirty (30) days after the circumstances giving rise to the claim or question of 
interpretation or applicability have occurred, upon the Commission and upon counsel for the 
Defendants and Plaintiff-Intervenors at the addresses listed below; 
(B) The Commission and counsel for the Defendants, with the participation of the 
party, person or entity raising the issue, if appropriate, shall promptly, and in no event later than 
thirty (30) days after receiving the aforementioned notice, discuss the matter and attempt to reach 
a resolution; 
(C) If no resolution is reached within thirty (30) days, the matter may be submitted to 
the Court by any of the Parties for final and binding resolution through a procedure to be 
established by the Court. 
25. If any provision of this Decree is found to be unlawful, only the specific provision 
in question shall be affected and the other provisions will remain in full force and effect. 
26. If this proposed Decree is not approved by the Court in substantially the form 
submitted by the Parties and the Parties do not mutually agree to the changes required by the 
Court for approval, the agreements expressed in this Decree shall be terminated, be deemed null 
and void, and have no further force or effect. 
27. The undersigned counsel for the Parties agree to use their best efforts to effectuate 
the judicial approval of this Decree. 
10 
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28. This Decree constitutes the entire agreement and commitment of the Parties. Any 
modifications to any agreement contained in this Decree must be mutually agreed upon and 
memorialized in writing signed by each of the Parties affected by the modification. 
29. The Parties agree to file a Stipulation of Dismissal with Prejudice following the 
Court's approval of this Decree (but with the Court retaining jurisdiction to enforce this Decree). 
COSTS 
30. Each party shall bear his/her/its own costs associated with this litigation. 
DURATION OF DECREE 
31. This Decree shall remain in effect for three (3) years from the date of the Court's 
execution of the Decree. 
AGREED TO: 
FOR THE PLAINTIFF, 
UNITED STATES EQUAL EMPLOYMENT OPPORTUNITY COMMISSION 
^jJfa&im\iQ^^nu*2-by: AyMLwJu^M^n^ ^-yiCJvu^t. Date: June 8, 2004 
Delner Franklin-Thomas, Esquire 
Regional Attorney 
Miami District Office 
United States Equal Employment Opportunity Commission 
One Biscayne Tower, Suite 2700 
2 South Biscayne Boulevard 
Miami, Florida 33131 
Telephone: 305.530.6116 
Facsimile: 305.536.4494 
11 
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AGREED TO: 
FOR THE PLAINTJEF-INTERVENORS 
Date: June 8, 2004 
Kirilly^/E. Garcia-Perez, Esquire 
Florida Bar N6\ 0894280 
Attorney for Plaintiff-Intervenors 
The Law Offices of Amarillys E. Garcia-Perez 
2151 LeJeune Road, Suite 204 
Coral Gables, Florida 33134 
Telephone: 305.446.2311 
Facsimile: 305.446.2774 
AGREED TO: 
FOR THE DEFENDANTS, 
AIRGUIDE CORPORATION and PIONEER METi 
Date: June 8, 2004 
W. Russell Hamilton, III, Esquire 
Florida Bar No. 199540 
Angel Castillo, Jr., Esquire 
Morgan, Lewis & Bockius LLP 
Attorneys for Airguide Corporation and 
Pioneer Metals, Inc. 
5300 Wachovia Financial Center 
200 South Biscayne Boulevard 
Miami, Florida 33131-2339 
Telephone: 305.415.3440 
eFacsimile: 1.877.432.9652 
SO ORDERED, ADJUDGED AND DECREED, this _/f"day o&6pU*JL— 
2004i^ 4***"t ' ^ * * t ^ -
JO&N A. LENARD^ 
UNITED STATES DISTRICT JUDGE 
cc: Delner Franklin-Thomas, Esquire (via fax 305.536.4494) 
Amarillys E. Garcia-Perez, Esquire (via fax 305.446.2774) 
W. Russell Hamilton, III, Esquire (via fax 1.877.432.9652) 
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EXHIBIT "A" 
PIONEER METALS, INC. 
- EQUAL EMPLOYMENT OPPORTUNITY POLICY -
The Company is built upon teamwork and equal opportunity and is committed to continuing its 
program of nondiscrimination. 
The Company provides equal employment opportunity to all employees and applicants regardless 
of a person's race, religion, color, sex, age, national origin, disability, veteran status, or any other 
legally protected status. 
This policy applies to all conditions of employment including, but not limited to, recruitment, 
selection, placement, transfer, promotion, training, compensation, benefits, and termination. All 
decisions regarding conditions of employment will be based on the individual's overall 
qualifications and his or her ability to meet the requirements of the position. 
The Company will comply with all federal and state regulations and statutes pertaining to 
individuals with disabilities. 
It is the responsibility of management to practice fair employment with each employee at all 
times in his or her respective work areas. Any violations of Equal Employment Opportunity 
Policy by anyone must be reported immediately to management. Further, all supervisory 
personnel will be responsible for maintaining an environment that is free of racial or sexual 
overtones. 
The Company will cooperate with federal, state or local government agencies that have the 
responsibility to monitor or enforce compliance with various laws relating to employment. The 
Company will furnish such reports, records and other matters as requested in order to foster the 
program of equal opportunity for all persons, regardless of race, creed, religion, color, sex, age, 
national origin, disabled or Vietnam Era veteran status, or physical or mental disability according 
to the policies stated in the previous paragraphs. 
Management has the overall responsibility of carrying out the company's Equal Employment 
Opportunity Policy in their respective work areas. 
COMPLAINT & PROBLEM RESOLUTION PROCEDURE 
The Company has an OPEN DOOR policy to handle complaints and problems. 
13 
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If you have a complaint or problem, you should first discuss the situation with your immediate 
Supervisor. Most things can be resolved at this level. 
However, if you feel uncomfortable discussing the matter with your Supervisor, or your 
Supervisor is not available or you are not satisfied with the response from your Supervisor, you 
are encouraged to discuss the matter with your Department Manager/Superintendent or 
Department Vice President. You may also contact Human Resources. 
Your complaint or problem will be given serious attention and attempts will be made to resolve 
it, or provide an explanation if it cannot be resolved. 
Additionally, the Company has contracted with an outside service to provide a 24 hours a day, 
seven days a week anonymous reporting hotline. This hotline should be used only after you 
have reported the incident to your supervisor and feel that the matter has not been fully 
resolved, or where reporting the incident to the supervisor would be inappropriate. The phone 
number for the hotline is 1.800.231.5689. 
You may use our OPEN DOOR policy without fear of criticism or retaliation from any 
employee of the Company. 
SEXUAL & OTHER TYPES OF HARASSMENT 
The Company provides a working environment free from any form of sexual or discriminatory 
harassment. Each individual has the right to work in an environment which promotes equal 
opportunities and prohibits discriminatory practices, including sexual harassment. 
Sexual Harassment 
In accordance with guidelines issued by the Equal Employment Opportunity Commission on 
discrimination, sex or sexual harassment in the workplace is a prohibited personnel practice and 
the Company expressly prohibits such conduct. Unwelcome sexual advances, requests for sexual 
favors, and other verbal or physical conduct of a sexual nature constitutes sexual harassment 
when: 
• Submission to such conduct is made either explicitly or implicitly a term or condition of 
an individual's employment; 
• Submission to or rejection of such conduct by an individual is used as the basis for an 
employment decision(s) affecting the individual; 
• Such conduct has the purpose or effect of substantially interfering with an individual's 
work performance or creating an intimidating, hostile, or offensive work environment. 
14 
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No supervisor, co-employee or non-employee shall threaten or suggest that an employee's refusal 
to submit to sexual advances will adversely affect the employee's employment, wages, 
advancement, assigned duties, shifts, or any other condition of employment. 
Other types of prohibited conduct by supervisors, co-employees or non-employees include sexual 
advances, propositions, verbal abuse of a sexual nature, suggestive touching, suggestive gestures 
and comments, graphic verbal descriptions of an individual's body, and the display in the work 
place of sexually suggestive objects or pictures. 
Other Types of Harassment 
Harassment based on any other protected characteristic is also strictly prohibited. Under this 
policy, harassment is verbal or physical conduct that denigrates or shows hostility or aversion 
toward an individual because of his/her race, color, religion, national origin, age, disability, 
citizenship status, creed, sexual orientation, or other characteristic protected by law. 
Retaliation is Prohibited 
The Company prohibits retaliation against any individual who reports discrimination or 
harassment or participates in an investigation of such reports. Retaliation against an individual 
for reporting harassment or discrimination or for participating in an investigation of a claim of 
harassment or discrimination is a serious violation of this policy and, like harassment or 
discrimination itself, will be subject to disciplinary action. 
Complaint Procedure 
The Company strongly urges the reporting of all incidents of discrimination, harassment, or 
retaliation regardless of the offender's identity or position. Individuals who believe they have 
experienced conduct contrary to the Company's policy or who have concerns about such matters 
should file their complaints with one of the following resources before the conduct becomes 
more severe: 
• The Immediate Supervisor 
• The location's Human Resources Manager or a HR Department Representative; 
• The Company's Anonymous Reporting Hotline (1.800.231.5689). 
Important Notice to All Employees 
Employees who have experienced conduct they believe is contrary to policy should file a 
complaint immediately. An employee's failure to fulfill this obligation could affect his or her 
15 
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rights in pursuing legal action. Also, please note: federal, state, and local discrimination laws 
establish specific time frames for initiating a legal proceeding pursuant to those laws. 
Early reporting and intervention have proven to be the most effective method of resolving actual 
or perceived incidents of harassment. Therefore, while no fixed reporting period has been 
established, the Company strongly urges the prompt reporting of complaints or concerns so that 
rapid and constructive action can be taken. The Company will make every effort to stop alleged 
harassment before it becomes severe or pervasive, but can only do so with the cooperation of its 
employees. 
Investigation of Complaint 
Any reported allegations of harassment, discrimination, or retaliation will promptly be reported 
by the local Human Resources Manager to the Company's Executive Vice President of Human 
Resources, who will designate a person or persons responsible for conducting an investigation of 
the allegations. All claims of harassment, discrimination or retaliation will be investigated 
promptly, thoroughly, and impartially. The investigation may include individual interviews with 
the parties involved and, where necessary, with any individual who may have observed the 
alleged conduct or may have other relevant knowledge. 
Confidentiality will be maintained throughout the investigative process to the extent possible. 
At the conclusion of the investigation, the person(s) responsible for conducting the investigation 
will prepare a written report of all findings and forward it to the Executive Vice President of 
Human Resources. 
Responsive Action 
The Executive Vice President of Human Resources will review the results of investigations of 
such allegations with location managers and the Company's legal counsel to determine the 
Company's response. Misconduct, harassment, discrimination, or retaliation will be dealt with 
promptly and appropriately and could include discharge from employment, if warranted by the 
circumstances. 
The results of the Company's investigation of such allegations and its intended response will be 
promptly communicated to the person(s) who filed the complaint. 
16 
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EXHIBIT "B" 
NOTICE 
NOTICE TO ALL EMPLOYEES 
POSTED PURSUANT TO A CONSENT DECREE BETWEEN THE 
UNITED STATES EQUAL EMPLOYMENT OPPORTUNITY COMMISSION 
AND AIRGUIDE CORPORATION AND PIONEER METALS, INC. 
This notice is being posted pursuant to a Consent Decree entered by the United States 
District Court for the Southern District of Florida, Miami Division, in Equal Employment 
Opportunity Commission & Plaintiff-Intervenors v. Airguide Corporation, et at, Civil Action 
No. 02-22912-0^/. The Companies have agreed that they will use their best efforts to prevent 
discrimination against employees in violation of Title VII of the Civil Rights Act of 1964 ("Title 
VII"). Title VII protects individuals from employment discrimination because of their race, 
religion, color, sex (including sexual harassment and pregnancy) and/or national origin. Title VII 
also protects individuals from retaliation for having complained of an unlawful employment 
practice. The Companies will not condone discrimination of any kind as set forth in federal laws, 
including, but not limited to, harassment on the basis of any protected category. 
Furthermore, the Companies assure their employees that they support Title VII and will 
not take any action against an individual because he/she has exercised his/her rights under the 
law to oppose discriminatory acts or to file charges with the EEOC. 
Appropriate corrective action, up to and including termination, shall be taken against any 
employee (including management personnel) found to violate the policies regarding 
discrimination, based upon the circumstances involved. 
This notice shall remain posted for four years from the date signed. Employees or 
applicants for employment who have questions about their rights under Title VII or any other 
federal anti-discrimination law may telephone the Miami District Office of the Equal 
Employment Opportunity Commission at 1-800-669-4000. 
Signed this day of , 2004. 
President, Pioneer Metals, Inc. 
17 
Case 1:02-cv-22912-JAL Document 122 Entered on FLSD Docket 06/15/2004 Page 18 of 21 
CASE NO. 02-22912-CIV-LENARD/SIMONTON 
EXHIBIT "C" 
LETTER OF REFERENCE 
June _, 2004 
Re: Letter Of Reference 
TO WHOM IT MAY CONCERN: 
was employed by Airguide Corporation from approximately 
, 199 through , 200_. During that time, she [he] worked as 
an in the manufacturing plant. The provision of only the above 
information is consistent with Airguide's policy to provide only that information and to confirm 
wage/salary information upon request. 
Sincerely, 
Santiago Zamudio 
Former Human Resources Manager 
Airguide Corporation 
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EXHIBIT "D" 
MONETARY DISTRIBUTION 
The $1,000,000.00 monetary relief paid to resolve EEOC v. Xiomara Guerrero, et al. v. 
Airguide shall be distributed as follows: 
(A) Defendants will pay Jorge Fiol $3,217.00, which shall be representative of lost 
wages less appropriate withholding and payroll taxes. Defendant shall be responsible for the 
payment of the employer's share of any FICA and FUTA, and will issue a form W-2 for same. 
Defendants will pay Jorge Fiol $61,783.00 representing compensatory and punitive damages and 
issue an I.R.S. form 1099 itemizing same. 
(B) Defendants will pay Ernesto Hedman $5,214.00, which shall be representative of 
lost wages less appropriate withholding and payroll taxes. Defendant shall be responsible for the 
payment of the employer's share of FICA and FUTA, and will issue a form W-2 for same. 
Defendants will pay Ernesto Hedman $59,786.00 representing compensatory and punitive 
damages and issue an I.R.S. form 1099 itemizing same. 
(C) Defendants will pay Juan Carlos Suarez $6,928.00, which shall be representative 
of lost wages less appropriate withholding and payroll taxes. Defendants shall be responsible for 
the payment of the employer's share of FICA and FUTA, and will issue a form W-2 for same. 
Defendants will pay Juan Carlos Suarez $58,072.00 representing compensatory and punitive 
damages and issue an I.R.S. form 1099 itemizing same. 
(D) Defendants will pay Hilario Pineda $12,924.00, which shall be representative of 
lost wages less appropriate withholding and payroll taxes. Defendant shall be responsible for the 
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payment of the employer's share of FICA and FUTA, and will issue a form W-2 for same. 
Defendants will pay Hilario Pineda $53,076.00 representing compensatory and punitive damages 
and issue an I.R.S. form 1099 itemizing same. 
(E) Defendants will pay Xiomara Guerrero $16,232.00, which shall be representative 
of lost wages less appropriate withholding and payroll taxes. Defendant shall be responsible for 
the payment of the employer's share of FICA and FUTA, and will issue a form W-2 for same. 
Defendants will pay Xiomara Guerrero $113,768.00 representing compensatory and punitive 
damages and issue an I.R.S. form 1099 itemizing same. 
(F) Defendants will pay Maribel Suarez $13,135.07, which shall be representative of 
lost wages less appropriate withholding and payroll taxes. Defendant shall be responsible for the 
payment of the employer's share of FICA and FUTA, and will issue a form W-2 for same. 
Defendants will pay Maribel Suarez $116,864.93 representing compensatory and punitive 
damages and issue an I.R.S. form 1099 itemizing same. 
(G) Defendants will pay Ofelia Rodriguez $130,000.00 representing compensatory 
and punitive damages and issue an I.R.S. form 1099 itemizing same. 
(H) Defendants will pay $350,000.00 to Amarillys E. Garcia-Perez, Esq. representing 
attorney fees, and shall issue an I.R.S. form 1099 itemizing same. 
The payments to the individual Plaintiff-Intervenors Mr. Fiol, Mr. Hedman, Mr. Suarez, 
Mr. Pineda, Ms. Guerrero, Ms. Suarez, and Ms. Rodriguez shall be made by check to their name 
and forwarded to Amarillys E. Garcia-Perez at The Law Offices of Amarillys E. Garcia-Perez, 
Attorney for Plaintiff-Intervenors, 2151 Le Jeune Road, Suite 204, Coral Gables, FL 33134 by 
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certified mail with a return receipt requested. The payment to Amarillys E. Garcia-Perez, Esq. 
shall be made by check to Amarillys E. Garcia-Perez, Esq., and forwarded to Mrs. Garcia-Perez's 
business address, by certified mail with a return receipt requested. 
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